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University hosts
education camp
High school SlUdents visiting the University July
I 0-14 might be the teachers of the next century.
Approximately 100 seniors from schools around
the Stale will be panicipating in a five-day summer
camp designed to provide early experience in
teaching as a c:arccr.
"'Camp Attracting Prospective E.ducatorsICAPE) is an annual program funded by major grants
from the Ohio Dcpanmcnt of E.ducation. the Ohio
Minority Recruitment Consortium. Phi Delta Kappa
International and the Manha Holden Jennings
Foundation.
Panicipants arc recommended by their guidance
counselors on the basis of academic record.
activities. honors and an expressed interest in
teaching as a c:arccr.
Minorities and males were panicularly encouraged to apply in an effort to encourage diversity in
the teaching population. according to Steve Russell
and Ellen Williams. Bowling Gttcn professors of
special education planning CAPE '96.
CAPE panicipants will be learning teaching
skills. practicing leading a class and taking pan in
mock interviews. among other activities. 1bc
students arc C\"CD referred to as -raculty- during the
week..

CAPE panicipants v.-ill also hear what it takes to
be a teacher from one of the best - Sylvia

Washburn. a Toledo public school teacher who was
named Disney Teacher of the Year. Washburn will
address the SlUdents at 7:30 p.m. Wednesday (July
10).
In addition to education-related activities. the
camp panicipants will be given a chance to tour the
campus. usc the resources and facilities and socialize
with their peers - providing a taste of college life.
Russell said.
This is the first time that Bowling Gttcn is
hosting the annual camp. Since its inception in 1992.
CAPE has been held at Ashland University. Miami
University. Bald1A.-in-Wallacc College and jointly
hosted by Ohio State and Capital universities.

University closed
for Independence Day
1bc University will be closed Thursday (July 4).
1bc following dining services will be open on
Friday. July 5: the Falcoo's Nest from 10 a.m.4 p.m.
and the Commons from 7-10-.30 a.m. (breakfast). 11
a.m.-1 p.m. (lunch) and 4:30-6 p.m. (dinner).
Moni1or will DOl be published next wcck.. 1bc
deadline for the issue of July 15 will be 5 p.m.
Tuesday. July 9.

New forms to be used
to request unpaid leave
Beginning ,.-jth the pay period that includes
July 1. usc of the newly revised Unpaid Leave
Request Fonn for classified Slaff will go into
effect.
This form will no longer be available to
supenrisors and c:annol be duplicated. It is the
cmploycc's responsibility to rcqucst the form and
pick it up at the Office of Human Rcsourccs from
the rcairds Slaff.
1bc employee must obtain the supervisor's
signawrc and sec that the form is rctumcd to the
Office of Human Rcsourccs by the date indicated
at the booom of the form.
This new procedure ,.-jll ensure that employee
rcairds arc kcpl up to date and processed in the
proper time frame for payroll and insurance
functions.
For further information. comact the Office of
Human Rcsoun:cs rcairds dcpanmcnl at 2-8424.

Tom Stewart

Training and development of staff
will be managed with new position
A new Slaff member has joined the Office of Human Rcsourccs to work full time on training and
dcvclopmcnt activities for University Slaff.
Tom Stcwan. a former training facilitator and instructor with Owens Community College. was
named manager of training and dcvclopmcnt for Bowling Green..
Since his duties began last month. Stewart has been spending some of his time in his office in the
College Park Office Building making prclimimuy plans. But much of his work has been out of the
office - meeting people. learning about Bowling Green and assessing the training and development
needs of the various campus constilUCDcics.
The assessment aspect of his job is the main priority at this point. Stewart said. -It will take some
time to sort out what kind of training is nccdcd and to whom it should be provided.- To help identify
those needs. he has developed a smvcy that will be sent to faculty and administrative and classified
Slaff. He also c:ncourages people to call him (2-9340) or send e-mail (thomasa@bgncLbgsu.edu) if
they have any suggestions or questions.
A full-time manager of training and development at Bowling Gttcn is a newly created position.
Previously. training and dc\-clopmcnt duties were handled as only a small part of the overall duties of
employment manager Pat Paaon.
-we nceded someone working full time on training and dcvclopmcnt.- said John Moore. interim
\ice president for University relations.. ,...ho was in,-oh'Cd in Stewart's sclcction.
Suggestions to increase training programs and facilities at the University have also been included
in several intcmal studies of University opcralions.. including the final report of the Committee for the
Srudy of Non-Academic Functions released in I 99-i and the final report of the Building Community
Task Fon:c rcJcascd in May.
President Sidney Ril>cau has voiced his support for ongoing training and dcvclopmcnt of
employees since joining the University last year. -1 think it is csscntiaJ to provide in-sc:rvicc training to
allow people to grow profcssiooally and to bcJp maintain a vital. productive life for our campus."

Ril>cau said.
Once he has dct.crmincd the campus needs. Stewart will work at dc\"Cloping the programs. using
intanal experts or speakers from outside campus. He also hopes to be conducting some of the sessions
himself. dra,.-ing from more than I 0 years of cxpcricncc in the field.
In addition to his work at Owens. Stewart served as a rcscarch assisunt '111-ith the Consortium for
Educational DC\-clopmcnt at the University of Toledo. He has also worked as a consultant with various
Ohio funts in the areas of training. education and personal dcvclopmcnt. He was employed from 1984199-i as the training facilitator for the retail operations area oflbc Andersons and also worked for
TRINOV A Corporalion.
Stewart has a master's dcgrcc in cducational tcdmology and a bachelor's dcgrcc in communicatioo. boch from the University of Toledo. He has also complctcd courscwort for a doctorate in
curriculum and insuuction at Toledo. where he focused on training and human rcsourcc developmcnL
-rom has an excellent background in working boch on the collcgc front and in privaJC industry.Moore said. -He has developed a strong network of profcssionaJ trainers and is also a technology guru.
He has a good rapport '111-ith people and is a hard worker. We wcJcomc him to Bowling Green.."

Administrative staff compensation plan update
The following letter from President Sidney Ribeau and the University
vice presidents was sent last week to aH administrative staff members
regarding the administrative staff compensation plan and is being
reprinted in Monitor to inform the rest of the campus community.
THE

APPEALS PROCESS

The vice presidents group has completed its review of the approximately 140 appeals submitted. Job factor ratings and grade levels have
been determined for each of the affected positions. The results will now
be sent to the Office of Human Resources and subsequently to the
individual administrative staff members and their supervisors. This
process has taken us a long time, but our goaJs of accuracy and
fairness required maximum participation by administrative staff and
extensive review. The appeals committee, composed of administrative
staff members, did its work in a thoughtful, careful manner. The vice
presidents group accepted the appropriateness of the committee's
recommendations in the great majority of cases. In some instances,
however, adjustments of the factor ratings and grade were made, either
upward or downward. with the goal being equity across the organizational spectrum of the University.
THE JUNE BOARD OF TBUSJEES MEETING
A detailed report on the compensation plan-tts theoretical basis
and background history, our progress to date, as well as key issues for
the future-will be made at the June 27 meeting of the board. It has
been the board's desire that important issues, especially critical and
complex ones, be brought to them in two steps: for information at one
meeting and for action at a subsequent meeting. That is what we plan to
do in this case. The presentation on June 27 wiU be informational only.
The first 1996-97 meeting in the fall will be the appropriate time to
request Trustee action on the plan.
A second reason why we think it prudent to delay a request for
trustee action until the fall is that we have not yet reached closure on
several key policy issues. It will be best to complete all the essential.
broad policy components of our plan before submitting it for official
review and action. The next section of this letter wiU address a critical
policy component which is not yet complete.
SAL.ARY SCALE MINIMUMS. MAXIMUMS AND CURRENT EMPLOY-

EES

An effective compensation plan must have both minimum and
maximum salaries for each grade. Moreover, in order for the plan to
effectively maintain equity across the divisional lines of the University,
minimum and maximum salaJy levels must be appropriately enforced.
Obviously, minimum salaries are easier to enforce than maximum
salaries. Salaries of rurrent employees which fall below the minimum in
their grades wiU be moved to the minimum. Even though formal trustee
action on the plan will not occur until the fall, we are still fully committed
to recommending that all staff members who completed job analysis
forms when the process was initiated in 1994-95 and whose aJrrent
salaries fall below the minimums for their respective grades should have
their salaries raised to the minimum, retroactive to January 1, 1996.
Once these individuals' salaries have been raised to the minimum, their
1996-97 salaJy increments - across-the-boar and merit together will be recalculated using the new, higher base salaly. Also, DeY!
employees will not be hired at salaries below the minimum, absent
extraordinary circumstances. It is the question of enforcing maximum
salaries, however, which presents us with a much more complex

situation.
From the very beginning, continuing employees whose aJrrent
salaries fall outside their salaJy range have presented a special
challenge for the project teams which have worked on implementation
of our plan. Closure has been reached on a method for handling those
employees below the minimums, as indicated above. At an earlier stage
of the process, when we were less aware of certain a>nstraints on our
freedom to act we indicated that we were committed to an approach
which would have no impact on future salaJy increases for incividuals
above the maximums. We stated our intention in good faith at the time,
but circumstances now dictate that we re-amsider this position.
No decisions of any sort have been made, except the one to begin
talking about the subject again. Many options are open to us, but in
examining the various mechanisms which may be available for
enforcing maximum salaries, we must consider the possibifity, among
others, that administrative staff salaries will have to be capped Mercer
consultants have already provided several options which we wiD

Contact the Office of Human Resourr:es (28421) for information regarding the following

consider. At one end of the spectrum is stiD the possibility of refusing to
implement caps of Mrf type. At the other extreme would be absolute
caps on salaries above the maximum. There are several options
between these extremes. such as awarding bonuses to employees
above the maximum while leaving salaJy base unchanged. We expect to
examine all reasonable options in the coming weeks. and as we do so,
we will always have as our goal the creation of the most equitable
possible system for our administrative staff, consistent with principles of
sound personnel and financial management
As you think about the issues being raised in this letter, please
remember that salaJy minimums, midpoints, and maximums will move
upward on a regular basis. We anticipate determining how often the plan
will be aqusted during the second phase of the project. Also, please
remember that, even if a decision to implement maximum salary levels of
some sort is made, they will not take effect until July 1, 1997, at the
earliest. Raises for the coming year are being assigned without regard to

this issue.
You should also be assured that no salaJy will be reduced to create
compliance with maximums, should such eventually be adopted. Those
of you (fewer than 30) whose salaries are rurrentty above the maximum
will continue to earn that base salaly. In addition, we also plan, as part of
our consideration of this matter, to investigate the possibility that some of
those rurrentty above the maximum hold positions which are affected by
market factors which do not impact on other positions in the same salaJy
grade. H that proves to be the case. consideration will be given to
liberating those positions from current maximum limitations. Finally, we
are also considering whether to provide Mrf supplemental appeal
opportunities should it ultimately be decided that limitations of some sort
must be placed on salaJy growth for those above the grade maximums.
At the very least, once the compensation plan has been adopted by the
Board of Trustees, employees will have the opportunity to file grievances. using the process in the Administrative Staff Handbook.
A key reason fd!x this issue of maximums must be confronted openly
and investigated at this time involves the scrutiny which the compensation plan will face from the Office of Federal Contract Compliance
Programs (OFCCP). In 1986, the University signed a letter of commitment to OFCCP pledging to adopt a compensation plan for administrative staff. This commitment, which has gone unfulfilled for 10 years, must
now be completed. It is also worth remembering that the leadership of
administrative staff has advocated the implementation of a compensation
plan for many years. The University's progress on the development of a
specific plan is under considerable and careful review by OFCCP. As we
have studied the issue of maximum salaries more carefully, and with an
eye toward OFCCP's possible posture, it has become apparent to us that
a compensation plan without an effective mechanism to appropriately
enforce maximum salaJy levels may not pass muster. As you might
imagine, this presents us with a compelling reason to re-consider our
position on this issue very carefully. We are in active consultation with
legal counsel experienced in these matters and their advice will guide us
as we come to a decision on this important policy issue.
We very much regret the need to change direction on this matter of
maximum salaries. We understand that some staff will have sharp
feelings in reaction to our decision, but for the reasons stated above, we
feel that our only respoi ISible course of action is to revisit the issue of
•caps· at this time.
CONCLUSION
As soon as we recognized the need to reexamine the issue of abovemaximum salaries, we decided that such discussion would necessarily
have to be conducted publicly as
as intemaDy within the administration of the University. And, we further decided that we simply must be up
front with our a>nstituencies by announcing our decision to you directly
and as soon as possible.
We met with Administrative Staff Council's executive committee on
June 12 to give the members this essential information in person. It was
decided that direct and immediate communication with administrative
staff members was aucial. This letter is the result of that decision. We
wiD be in regular touch with Administrative Staff Council's leadership
throughout this process, and we thoroughly expect to receive advice and
suggestions from that group and from the executive committee. We
pledge to keep you informed of all important steps in the disa ISsion
process. And, as always, we hope for your understanding about our
decision and for your patience.

wen

President Sidney Ribeau and University vice presidents

Advertising manager (V-058) publications. Deadline: July 12.

student

24.

lislings:
Cl..ASSIHED STAFF:
Account clerk 3 (7-9-1) -

business office,
grants accounting. Pay grade 7. Posting
expiration date for employees to apply: Noon,
July9.

Employment sel wic:es specialist 2 (7-9-2)

- career services. student employment. Pay

grade 7. Posting expiration date for employees

Art technician (M-061) - School of Art.
Deadline: July 15.
Assistant director (V-060) research. Deadline: July 26.

institutional

Assistant director of rea eational sports
for programs, promotions and student
employment (M-051)- recreational sports/
division of student affairs. Deadline: July 16.

to apply: Noon. July 9.
ADlllNISTRATlVE STAFF:
Academic adviser (V-GS&)- Colege of
Heallh and Human Services. Deadine: July 10.

Assistant women's soccer coach (M054) - intercolegiate athletics. Deadine: July

Assisbmt dilectur of student housing
and residence programs (M-063) residel Ice life. Deadline: July 26.

Director of public events end development (M-059) - roosicaJ arts. Deadine: July

28.
Director of recreational sports (M-057)
- Division of student affairs. Deacline: Sept.
1.
Heed women's soccer coach (M-055) -

interrx>1E9ate athletics. Deadine: July 24.
Director - cining services {V-062) Auxiiary services. Deadine: July 19.

